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1 Introduction: Purpose and framework 
of this report
　Main focus of this paper is process of skill 
formation 1）, surveying previous literatures 
on Internal Labor Market(hereafter 
abridged as ILM) and Occupational Labor 
Market (hereafter abridged as OLM), 
particularly focusing on international 
comparative study.
　There are some previous studies 
concerning this theme by Japanese 
scholars, such as Inagami (1997), The 
Japan Institute of labour (2003), The Japan 
Institute for Labour Policy and Training 
(2009), Ueda (2007), Syokugyodai (2011). 
However, these discuss mainly the process 
and structure on vocational education and 
training (hereafter VET) as foundation of 
OLM, but they don’t have a perspective on 
ILM. On the other hand, as regards ILM, 
there are some case studies on career and 
skill formation about white-collar career in 
large ﬁrms, such as The Japan Institute of 
labour (1998), Koike et al. (2002), but they 
don’t have a perspective on OLM.
　Characteristics of this paper is to discuss 
recent trend of ILM and OLM as well as 
explore political implication for challenges 
labour market in Japan are facing now, 
resting on framework by Rubery and 
Grimshaw (2003) which classiﬁes the UKs 
labour market as ‘market-led weak ILM/
weak OLM approach’ from international 
perspective.
　There are similarities between Japan and 
the UK, where both countries may have 
some challenges about not only connection’s 
issues from school to work, but also 
problems about increasing of nonstandard 
workers and declining ILM. However, 
there are some differences in directing 
policy between two countries. In the UK, 
there may be political intention to vitalize 
apprenticeship system as a fundamental 
of OLM, so as to complement weakening 
ILM. In Japan, this political idea seems 
weak, although there is certain amount of 
policies in Japan. Therefore, we will need to 
examine how recent situation of OLM and 
ILM in the UK is, and to analyze which 
challenges they face and what similarities 
and differences between Japan and the UK. 
　Being led by these interests, this paper 
will review concept of OLM and ILM 
through some previous studies, then 
present framework of this paper at section 
2. Section 3 examines trend of OLM, 
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focusing on apprenticeship system, and 
section 4 surveys previous studies about 
ILM, comparing with Japan. Lastly, this 
report will make a conclusion about our 
main ﬁndings, and discuss some political 
implication we will expect from our ﬁndings 
at section 5.
2 Two types of labor market concept―
ILM and OLM
　This section will examine the conceptual 
definition of ILM and OLM, surveying 
international comparative studies, such 
as Rubery and Grimshaw (2003), Eyraud, 
Marsden, and Silvestre (1990), Kirpal (2011).
2.1 Definitions of concept of ILM and OLM 
in main previous literature
2.1.1 Labor market typology from 
international perspective by Rubery 
and Grimshaw (2003) 
　Table 2.1 shows comparing OLM and 
ILM.
　They compare OLM with ILM in terms of 
four indicators, such as system of training, 
skills development, locus of employee 
status and employee mobility. They regard 
skill required in working in labour market 
and system in which worker’s skills are 
formed as important in comparing two 
types of labour market.
　Let’s ﬁrst consider ILM as it is well 
known in Japan. Skill in ILM is trained by 
OJT (on-the-job-training) led by employers, 
which are limited to the needs of the 
individual ﬁrms, narrow and uncertiﬁed. 
As a result of that, locus of employee status 
is position within the firms, employee 
mobility is restricted to job ladders within 
the ﬁrms.
　On the other hand, Skill in OLM is 
developed through general vocational 
education and practical training, regulated 
by social partnership, and is certiﬁcated 
according to broad occupational criteria. 
Therefore, locus of employee status is 
possession of recognized occupational 
qualification, so that qualified workers 
are mobile across ﬁrms, but unqualiﬁed 
workers may face difﬁculties entering the 
labor market.
　Labour market in industrialized 
Table 2.1 Comparing OLM and ILM
Note: Quoted from Rubery and Grimshaw (2003:110)
 
Factor OLM ILM
System of training
General vocational education and
practical training, regulated by social
partnership
Employer-led on the-job training
Skills development Certification according to broadoccupational criteria
Limited to the needs of the
individual firms;narrow and
uncertified
Locus of employee status Possession of recognized occupationalqualification Position within the firms
Employee mobility Qualified workers are mobile across firms Restricted to job ladders
Unqualified workers may face difficulties
entering the labor market within  the firm
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countries can be classiﬁed into as follows, 
by using the concept of two types of labour 
market.
　The UK: market-led weak, weak ILM/
weak OLM approach
　Japan: a firm-based, consensual ILM 
approach
　Germany: an economy-wide, consensual 
OLM approach
　The US: a market-led weak ILM 
approach
　There are empirical evidences of 
classiﬁcation the UK as market-led week, 
weak ILM/weak. As regards ‘weak OLM’, 
there has been apprenticeship tradition in 
the UK, but that has declined since 1970-
1990’s. Apprenticeship will be discussed 
in detail at section 3, but which is deﬁned 
‘a set of employment and OJT based on 
reciprocal relationship between employers 
and apprentices’. To put it into simply, 
apprenticeship is the system in which 
young people after compulsory education 
are able to get skills and knowledge 
necessary to a certain kind of occupation, 
working by the end of apprenticeship 
period (normally three or four years) under 
relatively low wage. Those who complete 
apprenticeship are expect to get a certain 
level of certiﬁcation (normally level 2 or 3 at 
NVQs) 2）. 
　On the other hand, empirical evidence for 
‘weak ILM’ because of erosion of traditional 
model of ILM, where “there are only 
limited opportunities for internal career 
progression and skill development within 
large ﬁrm (Grimshaw et als., 2002)”.
　By the way, they classify Japan as “a 
firm-based, consensual ILM approach, 
labour market in Japan with ILM 
approach, OLM character is none or less.
2.1.2 Eyraud, Marsden, and Silvestre 
(1990)
　Next is Eyraud, Marsden, and Silvestre 
(1990), who did comparative study on the 
Table 2.2 Distinctive features of OLMs and ILMs
Note: Quoted from Eyraud, Marsden, and Silvestre (1990:504)
 
Function OLM ILM
Training Apprenticeship Experience acquired in-house
Nature of on-the-job-training
Skill transferability Occupation-wide Enterprise-wide
Length of service No recognized role in skill formation orpay once training is complete
Strong influence on skill
formation and pay
Skill level upon changing firm Maintenance of skill level Occupational downgrading
Job control Based on defense of the occupation
Based on the system of rules
applicable to all workers in the
firm(e.g. classification system)
Based on occupation Based on company and industry
Worker organization
Focus of flexibility negotiation Job demarcation rules General rules applicable to thewhole workforce
Unstandardized, and specific to
the firm concernedStandardized occupational
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UK and French. Table 2.2 shows distinctive 
features of OLMs and ILMs in conducting 
comparative study of two countries. They 
compare OLM with ILM in terms of eight 
indicators, such as training, nature of on-
the-job-training, skills transferability, 
length of service, skill level upon changing 
ﬁrm, job control, worker organization, focus 
of ﬂexibility negotiation.
　In the case of OLM, training is 
apprenticeship while training of ILM is 
experience acquired in -house. Nature of 
on-the-job-training of OLM is standardized 
occupational norms while in the case of 
ILM it is unstandardized, and speciﬁc to 
the ﬁrm concerned. Skill transferability 
of OLM is occupation-wide, while it is 
enterprise-wide in ILM.
　Length of service of OLM has no 
recognized role in skill formation or pay 
once training is complete, while length 
of service has strong inﬂuence on skill 
formation and pay experience in ILM. 
In OLM, skill level upon changing 
firm is maintained, while occupational 
downgrading in ILM. Job control of OLM 
is based on defense of the occupation, while 
in ILM it is based on the system of rules 
applicable to all workers in the ﬁrm (e.g. 
classiﬁcation system). Worker organization 
of OLM is based on occupation, while it is 
based on company and industry in ILM. 
Focus of ﬂexibility negotiation of OLM is job 
demarcation rules, while it is general rules 
applicable to the whole workforce in ILM.
　They compared the UK and French 
targeting skilled trade in engineering 
industries, then they concluded that 
the UK’s labour market is OLM, while 
France has ILM character, based on these 
indicator. Following are some empirical 
evidences for these conclusion. 
　Regarding industrial training systems 
in Britain and France, “A fundamental 
difference between OLMs and ILMs lies 
in the development of skills, with OLMs 
concentrating training in the initial stages 
of a person’s working life, as in the case 
with apprenticeships, and ILMs relying 
more on continuous on-the-job training. 
The British apprenticeship system provides 
workers with skills which, because they are 
standardized according to the norms of a 
particular occupation, extended beyond the 
limits in the French system and explains 
the transferability of skills between ﬁrms 
in Britain.” (p.504)
　Regarding promotion and job changing in 
Britain and France.
・Length of service and pay: “evidence of 
a stronger relationship between pay and 
seniority for manual workers in France and 
Britain” (p.506). Main data source is Labor 
Force Survey in the UK, 1984, and Enquete 
employ in France, 1984. Following data 
also is same.
・Length of service and skill : In France, 
“showing difference of about ten percentage 
point s between the proportions of skilled 
and non-skilled workers having ﬁve or 
more year’s services.・・・ In Britain, the 
relationship is considerably weaker, the gap 
narrowing to less than one percent point 
for industry as a whole”. (p.507).
・Length of service and labor turnover : 
“Where OLMs prevail, other things being 
equal, there should be rate of higher labor 
turnover among skilled workers than in 
economies dominated in ILM. The shorter 
uninterrupted service of Britain’s skilled 
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workers compared with those in France can 
been seen for 1984. In British industry 59 
percent of skilled workers had been with 
their current employer for ﬁve or more 
years, compared with 78 percent in France”. 
(p.507).
・Change of employer and up-and 
downgrading: “Another way to test 
predominance of ILMs and OLMs is to 
examine occupational changes associated 
with changes of employer. In an ILM 
environment one would expect more 
internal upgrading, upon changing ﬁrms, 
a greater risk of downgrading than in 
an economy where occupational market 
are the norm. ・・Internal upgrading are 
commoner in France than in Britain”
2.1.3 International Comparative study 
about nursing and IT sector in the 
UK and Germany by Kirpal (2011)
　Kirpal (2011) did comparative study 
between the UK and Germany on ILM and 
OLM.
　Research method is half-structured 
interview with interviewees of 33 nursing 
sector and 26 IT sector in Germany, while 
30 nursing sector and 23 IT sector in the 
UK.
　As the result of that, labor market type of 
the UK is ILM, OLM in Germany. Table 2.3 
is empirical evidences for this conclusion.
2.2 Framework and analytical elements 
of OLM and ILM of this report
　We reviewed three previous studies 
concerning the concept of OLM and ILM at 
2.1.
　These two concepts on labour market 
must be informative when we analyze 
the UK’s labour market. According to 
Rubery and Grimshaw (2003), the UK’s 
labour market could be characterized as 
‘weak OLM and weak ILM’. However, 
they haven’t been analyzed enough to 
explain recent situation in the UK. So, this 
report presents framework and analytical 
elements of OLM and ILM as Table 2.4, 
Table 2.3 Labor market type by country
Note: made by author based on the description Kirpal (2011:25-26,207-208)
 
Country (labor market type) Empirical evidences for labor market type
・ Labor market is not fully structured
along clearly defined occupations or
professional domains (p.207)
・ Coupling between the education and
training system and job opportunities is
rather loose and chances of finding
employment are less stratified according
to educational attainment (p.26)
・ Concept of Beruf persists as the
dominant organizing principle for the
German vocational education and
training system and labor market
・Both standardization and stratification
between the education and training
system and job opportunities  are high
UK（ILM）
Germany（OLM）
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considering comparative study of Japan 
and the UK if possible. Analytical elements 
are referred to previous studies reviewed at 
section 2.1. Regarding labour market and 
career written below Table 2.4 are originate 
from the concept of ‘market oriented’ 
versus ‘organization oriented’, so that these 
concepts don’t correspond to the concept 
of OLM and ILM perfectly, but concept of 
‘organization oriented’ almost corresponds 
to concept of ILM, and the concept of 
‘market oriented’ corresponds to concept of 
OLM to some degree. These two concepts 
are also thought to be useful, when we 
Table 2.4 Framework and analytical elements of OLM and ILM of this report
Note: Organizational orientation is almost the same as ILM, so it is described in ILM column. 
Market orientation is a different concept from OLM, but because it has overlapping parts, 
it is described in OLM column. The boldface part is the main target of consideration in this 
paper
Source: This table was made by auhor, referring to Rubery and Grimshaw (2003), Eyraud et al 
(1990), McGavan etal (2007)
 
OLM ILM
System of training
General vocationl education
and practical training,
regulated by social partners
Employer-led on-the-job training
(Grimshaw etal.)
Skills development Certification according to broadoccupational criteria
Limited to the needs of the individual
firm;narrow and uncetified
(Grimshaw etal.)
Training Apprenticeship Experience acquired in-house
（Eyraud etal.）
Nature of on-the-job training Standardised to occupational norms Unstandardised, and specific to the firmconcerned
（Eyraud etal.）
Skill transferability Occupation-wide Enterprise-wide
（Eyraud etal.）
Length of service No recognised role in skill formationor pay once training is complete
Strong infuluence on skill formation and
pay
Skill level upon changing firm Maintenance of skill level occupational   downgrading
（Eyraud etal.）
typical firm, sector, occupation skilled worker in engineering orconstruction etc. established large firm etc.
Labour market （Market oriented） （Organization oriented）
（McGavan, etal.） High labour turnover Low labour turnover (Long termemployment's ratio and trend)
Career Inter-organizational, external hiring
Organization career path ：
recruitment; horizontal movement;
vertical movement
（McGavan, etal.） multiple entry points Lower-level entry points ：reruitement of new graduates lever
Limited ladder Formal job ladders
External hiring Promotion from within
                                                          ILM
OLM
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compare ‘Japan is organization oriented, 
strong ILM’ with ‘the UK is market 
oriented, weak ILM, weak OLM’ 
　Here, we should take into account that 
characteristics of labour market in each 
country vary with countries compared with.
　Comparative study between the UK and 
France by Eyraud, Marsden, and Silvestre 
(1990) focused on skilled trade that is 
typical apprenticeship occupation, so that 
the UK were classiﬁed as OLM. On the 
other hand, comparative study between the 
UK and Germany by Kirpal (2011) focused 
on nursing and IT engineer that is not 
traditional apprenticeship occupation, so 
that the UK were classiﬁed as ILM. As the 
result of that, worthy of remarks emerges 
when we will explore the future of OLM 
and ILM. 
　The ﬁrst remark is to clear analytical 
subject and sector of OLM. This report 
considers a process of apprenticeship 
system as foundation for skill development 
in OLM. If that has tendency of declines, 
we examine the cause of it, considering 
sector composition’s change, as which 
industries grow or decrease, and changing 
attributes of apprentices, such as age, 
gender. Important implications must be 
involved in result of study on declining 
causes.
　Related to the ﬁrst remark, the second 
remark is to clear subject, such as 
employee’s length of service year, and 
sector or ﬁrm’s size employee works with 
when we investigate on ILM structure, 
because degree of OLM or ILM vary with 
sector, occupation or ﬁrm size investigated 
as previous studies suggested. Therefore 
this report surveys trend in ratio of long-
term length of service, in order to conﬁrm 
the degree and stability of ILM in the UK, 
and then we focus on human resource 
management (hereafter, HRM) rules in 
established large ﬁrms as typical ILM, 
examining rules or policy on recruitment, 
horizontal and vertical movement, training 
provision. In particular, as Grimshaw and 
Rubery (2002) pointed, recent structural 
changes of large ﬁrms should be taken 
into account when we analyze managerial 
career path. And it must be useful to 
consider recent tendency about graduates 
recruitment when we analyze recruitment 
rule in the ﬁrm, because of steady growth 
of enrolment to higher education.  
　The third remark is to compare the 
similarity and deference between the 
UK and Japan as this report objective is 
international comparative study on OLM 
and ILM. 
2.3 Pros and cons of OLM and ILM 
　Why are we interested in OLM and ILM 
study, exploring political implication for 
challenges of Japanese labor market facing 
today by analyzing trend and current 
situation of ILM and OLM in the UK?  It’s 
potential signiﬁcance of both ILM and OLM 
in the context of labor market in Japan?
　Following sentences are quoted from 
Gospel (1998:453). We agree with the 
understanding of pros and cons of OLM. 
Underlines are made by author. 
　“The occupational labour market route, 
with apprenticeship at its core, has certain 
disadvantages. In particular, as some have 
argued in the case of Germany, in modern 
industrial conditions it may perpetuate too 
narrow an occupational approach to work, 
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when the emerging trend is towards cross 
occupational teams・・.
　However, there are also real advantages 
over both the ﬁrm-based and the state- 
or school-based routes. In comparison 
with the former, apprenticeship offers the 
prospect of training in broad skills and the 
possibility of greater transferability. This 
in turn may produce a better allocation of 
skills in the economy and less wastage of 
skills when people move between jobs. It is 
true that internal labour market provision 
may encourage ﬁrms to invest more in the 
skills of insiders, since returns on training 
may be less risky and skill formation can be 
integrated into the ﬁrm’s human resource 
planning ・・.
　However, internalized systems are 
exclusive of outsiders and may produce 
largely firm-specific skills. Where 
internalization is uneven in coverage, 
as in Britain, it may create high-skilled 
islands within a low-skilled sea and fail 
to produce a positive effect on training 
levels throughout the economy (Marsden 
and Ryan 1991; Gospel 1992: 156-8). ・・・
In conclusion, there are problems and 
contradictions in the design and operation 
of the Modern Apprenticeship. These 
are manifested in both the quantity of 
apprentices and the quality of training. 
On the other hand, there are some positive 
features and signs that the programme 
is working. A good apprenticeship system 
has much to commend it where school- 
and college based vocational education 
is inappropriate and where internal 
labour market provision is uneven. The 
Modern Apprenticeship is probably the 
last opportunity in Britain to revive the 
employer-based route to training and 
to create effective occupational labour 
markets for many intermediate skills. It 
would be a great shame if this were to be a 
missed opportunity.” (Gospel 1998, p.453).
2.4 Expecting implications from the UK
　The labor market current situation in 
Japan has overlapped the recent UK’s 
situation where apprenticeship has declined 
and ILM has been changed, especially 
since 1990’s. ILM in Japan has worked 
well in large companies until end of bubble 
economy in the early 1990’s, in which long-
term employment, in house based on-the-
job training prevail. Internal promotion 
and career progress, seniority based wage 
are applied to regular employees. However, 
after late 90’s the situation has changed 
the coverage of ILM has narrowed while 
nonstandard employees who are not 
covered with employment security like 
regular employees have increased rapidly. 
Involuntary young non-regular employees 
so called “freeter” in Japan also have 
increased recently.
　These situation show similarities to the 
UK, That is ‘where internal labor market 
provision is uneven’ and ‘exclusive to 
outsiders. In a sense, Japan faces a similar 
situation as Britain, characterized by “high-
skilled islands within a low-skilled sea and 
fail to produce a positive effect on training 
levels throughout the economy”.
　Some people have therefore argued that 
the Japanese labor market needs OLM, 
where occupational skills have industry 
wide validity beyond ﬁrm speciﬁcity, thus 
would allow young non-regular employees 
get a chance to train and to be employed 
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if they have will and ability. Actually, 
the Japanese version of NVQ (National 
Vocational Qualification) was discussed 
under ex-government by the Democratic 
Party (Minsyu-tou government in 2009-
2012). But unfortunately, there has been 
less OLM in Japan because of “a ﬁrm-
based, consensual ILM approach”.
　So, it is important for us to explore the 
conditions to underpin OLM and the factors 
to undermine OLM in the UK, focusing on 
apprenticeship. What exactly we can expect 
from the UK ? 
　Firstly, we don’t think there is the only 
correct answer in the UK. But Japanese 
people including the politicians and 
bureaucrats, employers and trade unions 
as well as scholars don’t have enough 
knowledge about OLM or apprenticeship of 
the UK, although they tend to argue that 
Japan needs Japanese version of NVQ, or 
Japanese version of dual system 3）. 
　Secondly, Japanese people should 
know that the UK government will 
make an effort to maintain and reform 
apprenticeship system, or at least they 
don’t think that apprenticeship should 
be abolished fundamentally, even if that 
hasn’t worked well so far 4）. So we should 
respect for traditional spirit maintaining 
apprenticeship. We should coolly study real 
circumstances of OLM in the UK even if it 
involves many problems. 
3 VET in the UK as a fundamentals of 
OLM
3.1 Introduction
　Following section3 and 4 examine about 
OLM and ILM in the UK respectively, 
based on existing literature. This section 
3 examine about OLM in the UK, mainly 
focusing on apprenticeship and VET 
system. Then, section 4 will examine trend 
of ILM in the UK, mainly focusing on 
graduate labor market, and some studies 
of white-collar workers career path in large 
organizations as typical ILM.
　This  se c t i on  presents  s cheme 
and institutional components and 
characteristics of VET at ﬁrst. Then we 
will review previous literature on VET, 
which are Rubery and Grimshaw (2003), 
Gospel (1998), Rainbird (2010), Bosch and 
Charest (2008; 2010), lastly we will make a 
comment. 
3.2 Characteristics of VET and Scheme or 
institutional components of VET 5）
　One of the characteristics of VET in 
the UK is that it has various training 
schemes and has been regulated by various 
organizations historically. For example, 
the MSC (Manpower Services Commission, 
established in 1973, organization with three 
comprehensive organizations including 
government, employers and employees 
representatives, with comprehensive 
responsibility and authority for the 
creation and operation of nationwide 
vocational training policies), TEC (Training 
and Enterprise Councils, established in 
1981. Training and corporate councils 
grasp the needs of local labor market, 
formulate various targets and plans for 
improving the quality of training and 
corporate development), ITO (Industrial 
Training Organizations, established in 
1981.established as a user initiative to 
clarify skill needs in industry, develop and 
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disseminate NVQ professional standards, 
provide information to users), LSC 
(Learning and Skills Council, established 
in 2001. Based on the Educational Skill 
Committee Act, it is launched, full of the 
responsibility for continuing education, 
vocational training plans and budget 
excluding universities after completion 
of compulsory education) UKCES (UK 
Commission for Employ and Skill, 
established in 2008. It is established upon 
receipt of the report, which is responsible 
for strategic adjustment of employment and 
skill policy until 2020), etc.
　Introduction of the purpose and 
mechanism of these organizational bodies 
is not main purpose of this paper, so avoid 
detailed description.
　Before discussing VET in the UK, it 
is necessary to look at the outline of the 
educational system. First of all, it can 
be roughly divided into three as a course 
after British compulsory education. ① One 
course is a course aimed at university by 
proceeding to Six-Form etc. ② The two are 
courses to acquire knowledge and skills 
related to occupation by proceeding to 
continuing education colleges and the like. 
Furthermore, it aims to a higher education 
college etc. ③ The third one is to go to the 
new apprentice training system and aim for 
NVQ certiﬁcation or a course to get a job.
　Among 16-17 years old, ① are many 
and those who prepare for General 
Certiﬁcate of Education-Advanced level (so-
called GCE-A level) examination to enter 
University (37.5% at the age of 16 years 
old, in 2000). Many of ② are Continuing 
Education College, General General 
Vocational Qualiﬁcation (GNVQ) (15.5% at 
the age of 16,2000). ③ go to Apprenticeship 
to take National Vocational Qualiﬁcation 
(NVQ) (15.2% at the age of 16,2000). 
When deciding these courses, the results 
of examinations (Mathematics, English, 
History, Science, Music, Art, Drama, 
etc) which is the General Certiﬁcate of 
Secondary Education (GCSE) have a great 
meaning.
　VET system in the UK is not simple, 
so we should clarify the scheme or 
institutional components of VET. 
・VET : (a) IVET (Initial Vocational 
Education and Training) and (b) CVET 
(Continuing Vocational Education and 
Training)
・(a) IVET : educational program after 
compulsory education which targeted 16-24 
year’s age, consisting of (1) Apprenticeship, 
Advanced apprenticeship, (2) NVQ 
learning, (3) Entry to employment 
・(b) CVET : targeted young people whose 
age are 16 or older or adult, provided by 
full-time of part-time learning provision in 
various types of education after compulsory 
education, consisting of (1) Further 
education collage, (2) E-learning, (3) Train-
to Gain, (4) New Deal program for young 
unemployment.
　Our main subject is (a)  IVET, 
especially (1) Apprenticeship, Advanced 
apprenticeship.
　According to Department for children, 
schools and families (dcsf, 2 0 0 8), 
overall, trend of number of younger 
people participants in IVET 220-250 
thousands during 1997-2007. In 2006-07, 
Apprenticeship (NVQ level 2) and Advanced 
apprenticeship are about 180 thousands. 
Entry to employment are 50 thousands, 
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while NVQ learning are little. (“proportion 
of NVQ has declining over the past decades 
and now almost completely replaced by 
new forms of apprenticeship” (Kirpal, 2011, 
33).
　According to recent data about 
apprenticeship, however, the number of 
apprentices have been growing since 2009, 
totaled about 50 hundred thousand in 2014, 
with diversity of age or sector subject area.
　“An apprenticeship in the UK is deﬁned 
as a paid job with training that leads to 
a qualiﬁcation. their traditional role as 
a tool to train young people starting out 
in their careers.・・A decade ago, 99.8% 
of apprenticeship starts were taken up 
by 16-24-year-olds. Today, just 57% of 
apprenticeships are reserved forunder-25-
year-olds”. 
　“Traditionally associated with the 
male-dominated skilled industries 
such as construction and engineering, 
apprent iceships  today  are  much 
more likely to be found in the female 
dominated, generally lower skilled, 
service sectors. Almost three-quarters 
of apprenticeships are in three sectors: 
business, administration and law; health, 
public services and care; and retail and 
commercial enterprise” (CIPD, 2016) 6）.
3.3 Brief history of VET in the UK 
　“Until 1960s, much of UK industry 
could be OLM approach, however, the 
apprenticeship system has been in decline”. 
“During the 1970s and up to the mid-
1980s, the MSC acted as a centralized 
tripartite body. However, these collectivist 
institutions were abolished and replaced 
by TEC, which represented a voluntalist 
approach to training, employer-led model.” 
(Rubery and Grimshaw, 2003, 115-117)
　“The problem is also interlocked with the 
short termism of the UK ﬁnancial system 
and the low skill bias of its production 
system” (Rubery and Grimshaw, 2003, 115-
117).
　“Mid-1980s to establish Youth Training 
Act (YTS) was judged to fail on three 
counts: the training was at a very low level; 
it was too ﬁrm-speciﬁc; and youth trainees 
tended to be exploited by employers・・” 
(Rubery and Grimshaw, 2003, 115-117).
　Indeed, YTS is said to have changed the 
tide of the apprenticeship from “user-led 
employed apprentice” to “trainee by state-
led government expenditure” (Inagami 
1997, p.231; Fuller and Unwin, 2009, p.413) 7）
　“National Vocational Qualifications 
(NVQs) in 1986 were intended to provide 
national certiﬁcation, with standards for 
each sector defined by employers. But, 
again, NVQs faced criticism 8）:low entry 
level standards, a focus on discrete rather 
than flexible tasks・・” (Rubery and 
Grimshaw, 2003, 115-117).
　“The Government’s introduction of 
Modern Apprenticeship in 1993 and the 
Accelerated Modern Apprenticeship in 
1996 provides some evidence of potential 
revival in vocational training.・・However 
problems with the quantity and quality 
of training remain (Gospel, 1998). In 
particular, the decline of in apprentice 
numbers continued during the late 1990s”.
　Actually, MA was later renamed as 
Advanced Apprenticeship since 2001, but 
looking at the implementation status 
of the training program and status of 
qualiﬁcation achievement, AA is reasonable 
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in traditional engineering but in retail and 
service occupations, it was said that it was 
sluggish and had problems (Fuller and 
Unwin, 2003). 
　Actually, MA was later renamed as 
Advanced Apprenticeship since 2001, but 
looking at the implementation status 
of the training program and status of 
qualiﬁcation achievement, AA is reasonable 
in traditional engineering but in retail and 
service occupations, it was said that it was 
sluggish and had problems (Fuller and 
Unwin, 2003). 
　According to Ryan et al. (2007), who 
investigated the state of utilization of 
the apprenticeship in a major company, 
the most common procurement method 
of intermediate skill holders is upgrade 
training, then the apprenticeship, and 
It is adopted directly from the outside 
recruitment.  There are the most 
apprenticeships in the engineering industry, 
but in the retail and telecommunications 
industries, upgrading training is majority, 
and recruitments are the most frequent in 
IT industry (Ryan, Gospel and Lewis, 2007, 
p.138).
　However, it will be inappropriate to 
predict future trend simply, based on 
pessimistic story about apprenticeship until 
late 1990s. It can be possible to forecast 
optimistic story, when we take into account 
growing number of apprentices since 2008 
as we pointed before. Leitch Review of 
Skills in 2006, may have positive effect on 
this trend.
　“The Leitch Review was launched due to 
concerns over the ability of UK to compete 
in the increasingly globalised markets due 
to poor levels of literacy and numeracy in 
some sections of the workforce, and due 
to the UK’s relatively poor international 
position in intermediate level skills and 
productivity. 
　After an interim report, Skills in the 
UK: the long term challenge, published in 
December 2005, the ﬁnal Leitch Report was 
published in December 2006 as Prosperity 
for all in the global economy - world class skills. 
It recommends that the UK should aim 
to be a world leader on skills by 2020, and 
suggested how that aim should be achieved. 
The Report found that the UK currently 
ranked 12th out of 18 comparative members 
of the OECD (Organisation for Economic 
Co-operation and Development). 
　The Leitch Report emphasises the 
necessity of shared responsibility: 
employers and individuals, as well as 
the government, should increase their 
investment in training and education. 
Employers and individuals should 
contribute most to training which gives 
them ‘private’ beneﬁts, while government 
investment should focus on promoting basic 
skills for everyone.
　A signiﬁcant change recommended by 
Leitch is that the provision of vocational 
education and training should be demand-
led, adaptable and responsive. Employers 
should therefore be directly involved in 
deciding what training priorities should 
be. Targeted individuals will also be 
empowered to purchase the type of training 
they need through the introduction of Skills 
Accounts.” 9）
　In addition to Leitch Report in 
2 0 0 6, it should not be overlooked 
that apprenticeship levy by Cameron 
government in 2015. “Since the General 
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Election, apprenticeship policy has assumed 
a new, further heightened prominence. 
With the Conservatives’ manifesto pledge 
of 3 million apprenticeship starts between 
2015 and 2020- subsequently backed by 
the announcement of a compulsory, UK-
wide apprenticeship levy to fund reforms - 
apprenticeships have become the ‘big ticket’ 
item in skills policy.” 10）
　Apprenticeship Levy is the system in 
which “employers with a pay bill of more 
than £3 million each year will need to 
pay the apprenticeship levy from April 
2017 through the Pay as You Earn (PAYE) 
process. In England, levy-paying employers 
will be able to use levy funding to invest in 
apprenticeships via vouchers through the 
new Digital Apprenticeship Service.” 11）
　It will be beyond this report subject to 
judge that levy will work well. Employers 
opinion will be important when we 
judge it. So, it will be useful to judge it 
if we introduce some research results 
of questionnaire survey conducted to 
employers 12）. Main results is as follows.
　1 Proportion of organisations that expect 
to pay the levy when it is introduced in 
April 2017. Overall, a third of organisations 
surveyed say they expect to pay the levy 
when it is introduced, while 42% don’t 
expect to pay. A quarter of employers don’t 
know whether they will have to pay the 
levy. Among employers that expect to pay 
the levy, 45% oppose the levy compared 
with 39% that support the principle of the 
levy.
　2 The top reason cited by organisations 
for supporting the apprenticeship levy is 
that ‘it will beneﬁt young people in the 
UK’, with eight out of ten respondents 
identifying this as a reason for their 
support.
　3 Among organisations that oppose the 
levy, the most commonly identiﬁed reason 
is that ‘it is a further tax on business 
that isn’t needed’, with more than three-
quarters saying that this is the case. 
Half of respondents opposing the levy 
say this is because ‘the system will be 
too bureaucratic’, while just over four 
in ten agree that ‘many organisations 
don’t need to train new staff through an 
apprenticeship programme’. A quarter 
of respondents opposing the levy cite the 
belief that ‘very few businesses will use the 
new scheme’.
　Judging from this results, there will be 
debatable whether levy can be effective or 
not
　It is the case with same thing, when we 
see opinion of researchers, employers and 
union about levy, there are pessimistic 
opinion as well as optimistic. Following is 
pessimistic opinion about levy by consultant 
and researcher. “The Government’s reforms 
rely heavily on the willingness and capacity 
of training providers to provide more and 
better apprenticeships than they do now”, 
“The underlying problem, which it has 
proved exceedingly hard for government 
to acknowledge, still less address, is that 
demand for skills in our economy is low by 
international standards.”
　On the other hand, following is rather 
optimistic opinion by union and employer’s 
side. 
　“Good employers see beyond their own 
short-term skills needs to the longer-
term needs of the ﬁrm and the sector, and 
recognize the value of working with unions 
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and other stakeholders to achieve this”. 
Following is the opinion by employer’s 
side.” We need to look closely at how our 
apprenticeships are delivered and ensure 
more consistency in the standards of 
apprenticeships across different regions 
and sectors.・・Apprenticeships work well 
because they are mutually beneﬁcial for 
both learners and businesses. Apprentices 
can be fantastic advocates for a company”.
　Judging from these opinions, there will 
still be debatable whether levy work well or 
not.
　Other educational policy should not be 
overlooked in this context is ‘Post-16 Skills 
Plan which was published by government 
in July 2016.
　“This Skills Plan is our ambitious 
framework to support young people and 
adults to secure a lifetime of sustained 
skilled employment and meet the needs of 
our growing and rapidly changing economy. 
　We face a major challenge: the pressing 
need for more highly skilled people, trained 
effectively, to grow the economy and raise 
productivity, and ensure prosperity and 
security for individuals. This challenge 
persists because our current system of 
technical education has some serious ﬂaws. 
　Our ambition is that every young 
person, after an excellent grounding in the 
core academic subjects and a broad and 
balanced curriculum to age 16, is presented 
with two choices: the academic or the 
technical option. The academic option is 
already well regarded, but the technical 
option must also be world-class. 
　As with the reforms in higher education, 
we want to improve both the quality 
of education and student choice. There 
should be appropriate bridging courses to 
make movement between the two options 
easily accessible. The technical option will 
prepare individuals for skilled employment 
which requires technical knowledge and 
practical skills valued by industry. It will 
cover college-based and employment-based 
(apprenticeship) education, building on 
our apprenticeship reforms. Employers 
will sit at the heart of the system and 
take the lead in setting the standards. 
Crucially, standards will be designed by 
considering what is needed to move to 
skilled employment and then working 
backwards.” 13）. 
3.4 Assessment of VET in the UK
　At 3.3, this report made a brief historical 
review about VET, mainly apprenticeship 
in the UK. Apprenticeship which is 
deﬁned by vocational educational system 
in which apprentice can get occupational 
skills and norms governed by social 
partner consisting of government, 
employers and workers or union. In this 
meaning, apprentice can be expected to 
get occupation wide and transferable 
certiﬁcation, so that apprenticeship can 
be foundation of OLM. This is because it 
is necessary for apprenticeship to work 
well, social partnership required, such 
as employer’s commitment, apprentice’s 
trainability, and government’s support. 
Conversely, apprenticeship doesn’t work 
well if these lack. Keeping in mind, this 
report will make assessment of VET in the 
UK, reviewing previous literatures to make 
clear the condition apprenticeship works 
well. 
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3.4.1 Assessment (1): OLM may be 
prevented by market failure and 
missing institutional link (Gospel, 
1998)
(1) Main findings
　One main problem of apprenticeship 
lies in market failure or poaching. There 
are missing institutional link in the 
background, such as decline of employer’s 
association and inter-firm training 
arrangement, trade union’s insufficient 
involvement and less regal obligation by 
government.
(2) Analysis
　“One of the main problems in terms of 
market failure lies with employers, in that 
there are insufﬁcient companies offering 
good-quality apprentice places”. (p.451)
　“Even with government credits for off-
the-job training, the costs of apprenticeship 
to the employer are not insignificant, 
especially in sectors such as engineering 
and chemicals, where apprentice wages and 
training costs are high. They are especially 
high when there is pressure to make skills 
more transparent and transferable, as is 
intended with the Modern Apprenticeship, 
since this increases the risk of poaching”. 
(p.452)
　“Employee organizations have been little 
involved in the Modern Apprenticeship 
compared with the role they have played in 
Germany in printing, steel, and merchant 
shipping. Other unions, however, have felt 
insufﬁciently involved in the creation and 
running of the system. As has often been 
the case in Britain, it is at workplace level 
that union involvement in monitoring and 
regulating arrangements has been least 
(p.452-3).
3.4.2 Assessment (2): Lack of social 
partnership (Rainbird, 2010)
(1) Main findings: Lack of social partnership 
between employers and trade unions 
in the UK. VET in the UK needs social 
partnership as underpinning institutional 
infrastructure, such as commitment on 
VET by employer
(2) Analysis
　“How can be the developments in 
vocational education and training in the 
UK characterized? As far as the ﬁnancing 
of vocational training and labour market 
programmes are concerned, since the 1980s 
the system has moved from a relatively 
uncoordinated system of local Training and 
Enterprise Councils to highly centralized 
system.” (p.266)
　“Yet these developments have not been 
accompanied by incentives promoting 
employer corporation investment in 
training. While coordination is an 
aspiration for the Sector Skills Councils 
which is local organization of LSC, it is 
difﬁcult to see how this can be achieved 
without either sanctions or incentives for 
cooperation, nor mechanisms allowing 
for collective ownership, legitimation and 
compliance in the policymaking process. 
There is little evidence of the preconditions 
for collective employer action on training, 
in other words, of the development of 
‘forms of organized cooperation between 
competitors and collective rules of exchange 
between groups with opposing interests 
which modify the functioning of markets 
and the behavior of ﬁrms’ (Crouch and 
Streek 1997:3).” (p.266)
　“Despite the government’s rhetorical 
commitment to employee learning and 
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approaches based on social partnership, 
legal entitlements in this arena are 
extraordinary weak and employer 
prerogative remain the norm. Statutory 
entitlements for trade union learning 
representatives to have time off for their 
duties have been welcomed in the trade 
union movement, but they don’t impose 
any obligations on employers to consult 
with representatives or to set up workplace 
institutions. In other words, what trade 
union have been able to achieve has 
been based on the existing bargaining 
strength in relation to employers, on the 
one hand, and their ability to contribute 
to the achievement of government targets 
on the learning skills agenda, on the 
other. The crucial procedural dimension 
establishing dual agency with employers is 
absent. Legal entitlements to training are 
restricted and difﬁcult to enforce.” (pp.266-7)
　“The relationship of training to labour 
market outcomes remains in formal rather 
than formal, in the absence of sector-wide 
collective bargaining and agreements on 
the job roles.” (p.267)
3.4.3 Assessment (3) :The weakness 
of work-based VET in England 
(Brockmann et al.2010)
(1) Main findings: Overall both of CVET 
and IVET are “evaluated as rather poor”. 
The weakness of the work-based route. 
The low status of VET in England. Lack of 
Employer Engagement. 
(2) Analysis
The low status of VET in England
　“The educational  component of 
work-based programmes such as the 
Apprenticeship is generally located in the 
local Further Education (FE) College.・・
Such vocational courses offered in FE are 
of a more ‘vocational’ nature than those 
currently available in schools to those 
without the requisite GCSEs to go on to 
‘A’ levels or, indeed, than the planned 
school-based diplomas. FE colleges are 
also better equipped than schools in terms 
of workshops and equipment. However, 
though geared to preparing the student 
for work in a particular occupation, FE 
students on vocational courses, being 
college-based, are often unable to obtain 
the necessary work experience to obtain 
employment. As a result, many drop out 
and many more are unable to enter their 
chosen labour market ﬁeld. Thus, current 
VET provision in England is marked by a 
widening gap between, on the one hand, the 
FE College route, providing comprehensive 
vocational programmes but with limited 
scope for employment, and on the other the 
work-based route with increasingly narrow 
qualiﬁcations and minimal underpinning 
knowledge.” (p.93)
　“The low status of VET is in large part a 
result of the institutional divide between 
academic and vocational education in 
England” (p.95)
Lack of Employer Engagement.
　“One of the key problems for employers 
in providing work-based learning is 
the change in the labour process. The 
workplace is an increasingly capital-
intensive and sometimes physically 
dangerous place, a risky environment in 
which to place young people with little or 
no experience・・Work-based learning, 
especially apprenticeship, depends too on 
stable employment relations and these 
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are changing, with the individual worker 
less and less regarded as the long term 
employee of a ﬁrm, developed initially as a 
trainee.・・The increasing use of agencies, 
temporary workers and the self-employed 
has meant that employee status is no longer 
necessarily identiﬁable with the individual 
permanent contract of employment.・・・
These tendencies also undermine attempts 
to provide high quality work-based 
vocational education, in which theoretical 
underpinning is integrated with workplace 
practice, thus counteracting government 
policy for better quality vocational 
education in order to adapt to a more high-
skill economic environment.・・・Thus, 
important reasons for the lack of employer 
commitment are the changing structure of 
many industries and labour processes and 
the nature of the employment relationship. 
(p.97)
Implication in the UK context
　“A crucial precondition for improving 
the quality and quantity of provision 
is the development of a system that 
accommodates the needs of all stakeholders, 
including the interests of employees and 
students. This should be weighted towards 
the long term value of VET in facilitating 
employment for a working life and meeting 
the educational needs of young people, 
providing a counterbalance to employers’ 
short-term interests which overwhelm the 
formulation of policy” (p.100)
3.5 Comments of assessment of OLM in 
the UK
　This report three comments about VET 
in the UK from reviewing literatures.
　Firstly, background of the decline of 
apprenticeship lies in free-riding and 
poaching by employers, which creates a 
lack of employer’s commitment.
　Secondly, weak involvement of employers 
may lower the evaluation of the system and 
create division between academic education 
and vocational education. At this moment 
it is impossible to instant if Post-16 Skills 
Plan can be a measure to overcome.
　Thirdly, to overcome poaching or lack of 
employer’s commitment needs that they are 
enforced to share with training cost as well 
as employer’s commitment, which That 
eventually leads us to how to build social 
partnerships. 
　Division between academic education 
and vocational education. So, at present, 
it is difﬁcult to judge whether Post-16 
Skills Plan can be an effective measure to 
overcome this division or not soon.
　Thirdly, apprenticeship depends on stable 
employment relations. One of important 
reasons for lack of employer commitment 
are the changing structure and labour 
process and the nature of the employment 
relationships.
　Fourthly,  overcoming poaching, 
employer’s short-term interests, unstable 
employment relations eventually needs 
to build social partnerships. Whether 
apprenticeship as foundation of OLM 
work well will hinges on social partnership 
between employers, workers or unions and 
government.
4 Trends of ILM in the UK
4.1 Introduction
　Main purpose of this section is to survey 
on the recent trend of length of service 
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at ﬁrst, then to analyze characteristics 
and structure of ILM in the UK, focusing 
on comparative studies, and to explore 
changing ILM structure under competitive 
pressure, lastly to examine recruitment 
practice for new graduates as some 
evidence of lower level entry point to ILM. 
4.2 Survey on the recent trend of length 
of service as indicator of ILM
　There are certain ratio of long length 
service which means 10 years or longer in 
the UK, in this sense there is ILM in the 
UK, but compared with Japan or Germany, 
ILM structure may be weaker. 
　We found that a certain proportion of 
long-term workers existed in the UK, but 
this trend have been similar or changed? 
In order to verify this point, we present 
a Table 4.1. This table analyzes the trend 
of the ratio of long-term employment 
(hereafter LTE.this means more than 10 
years length of service) using time-series 
data of McGavern et al. (2007) over 10 years 
from 1994 to 1999 and 2004. According to 
it, the proportion of LTE has decreased 
a little bit, 31.4% in 1994, 32.4% in 1999, 
30.5% in 2004, but it has remained almost 
unchanged and has been quite stable over 
the past 10 years. Moreover, the ratio of 
this long-time service person proportion of 
about 30% is roughly in agreement with the 
ratio value of persons who worked for more 
than 10 years (32% in UK) as seen in Table 
4.1. Considering that the data in Table 4.1 
is the data for 2015, it shows that it has 
changed little from 2004 to 2015 for about 
10 years.
　In summary, the degree of ILM is weak 
compared to Japan and Germany, but it 
exists about 30% of labor market in the 
UK. It seems that the proportion has been 
almost stable even in the last 20 years. 
However, this does not mean that there is 
no change inside the ILM. It is necessary 
to verify in what sense what has changed 
(did not it). As pointed out in 2.2, the degree 
of ILM varies depending on industry, 
company and occupation. Indeed, as Table 
4.2 shows, it is obvious that. there are many 
LTE in managerial positions, professionals, 
and skill trade positions, but the proportion 
of LTE is relatively small in services, 
sales positions, personal service positions, 
clerical workers, etc.
　Therefore, this report will examine and 
investigate case studies focusing on white-
collar employees such as large corporate 
Table 4.1 Length of service of employees by country, 2014 (Composition of employees by length of service)
Source: JPN: Census on basic structure of wage (2015)
 USA: U.S.Department of Labor (2014.9) Employee Tenure in 2014
 GER DER: OECD Database (http://sat.oecd.org/) "Employment by job tenure intervals" 2015
 
Composition of employees by length of service
<1year 1 to <3 3 to <5 5 to <10 10 to <15 15 to <20 20+ (years)
JPN 7.9 14.1 10.6 22.5 12.5 9 23.3
USA 21.3 11.7 16.5 21.5 12 6.5 10.6
<1 (month) 1～<6 6～<12 1～<3 3～<5 5～<10 10～ (years)
GBR 2.7 6.1 7.8 15.8 13.3 21.8 32
DER 2.7 5.1 6 14 12.3 16.8 41.1
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managers and professionals who are long-
term employment.
4.3 Comparative study of ILM between 
the UK and Japan (1) ――Storey etal. 
(1997)
　Storey et al. (1997) tried case studies 
on managers’ careers working in large 
companies in the UK and Japan. As is clear 
from Table 4.2, the managers are most 
occupied with longest long-term service 
(42.4% in 1994, 43.3% in 1999, 41.1% in 
2004), so many of the managers are in 
typical ILM. In that sense, it can be said 
that clarifying the careers of large corporate 
managerial staff leads to revealing the 
structure of typical ILM.
4.3.1 Research Targets
　A total of 8 companies were selected as 
the survey subjects in both Japan and UK, 
one from engineering, banking, retailing 
(supermarket) and telecommunications, 
totaling 239 managers working there 
(Japanese 107 People, 132 British) were 
included in the survey. In addition to an 
interview survey, a questionnaire survey 
was also conducted.
　Their research targets are as follows.
The matched case companies (Number of 
questionnaire returns, by company)
Sector Britain Japan
Engineering Lucas (32) Sumitomo
Electronic (30)
Banks NatWest (41) Mitsui (25)
Retail Tesco (26) Jusco (27)
Communications BT (33) NTT (25)
Total (132) (107)
4.3.2 Some Important findings
　Table 4.3 shows the academic level of 
the manager and the age at which he / she 
ﬁrst was taken up full-time job. Except 
for British banks, the proportion of college 
graduates is the largest among all Japanese 
and English companies. In comparison 
between Japan and the UK, Japan has a 
higher percentage of university graduates 
and higher educational level. Next, looking 
at the age of ﬁrst full-time job, there are 
quite a few in the UK who are under the 
age of 18, but no Japanese companies.
Table 4.2 Occupational distribution of long-term employment, 1994-2004 (000S)
Note: LTE--long-term employment
Source: Quoted from McGavern et al. (2007, p.57). Original Data source is Quartely LFS (Spring).
 
1994 1999 2004
LTE Totalemployment % LTE
Total
 employment % LTE
Total
 employment %
Managers 1654 3914 42.3 1797 4159 43.3 1647 3995 41.1
Professional 948 2526 37.5 1097 2880 38.1 1179 3423 43.4
Technicians 737 2367 31.1 895 2694 33.3 1216 3782 32.2
Clerical workers 985 3812 25.8 1194 4030 29.6 1049 3436 30.5
Service and sales 3352 1948 17.2 355 2140 16.6 309 2227 13.9
Personal service 614 2502 24.6 707 2906 24.3 476 2136 22.3
Skilled trades 1241 3264 38 1269 3121 40.7 1180 3096 38.1
Machine operators 752 2312 32.5 805 2380 33.8 642 2057 31.2
Other/elementary 516 2134 24.2 477 1981 24.1 651 3173 20.5
Total 7783 24781 31.4 8597 26287 32.7 8345 27325 30.5
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　Table 4.4 shows the manager’s job 
change experience and years of service. 
When comparing between Japan and the 
UK, there are many people in the UK who 
have changed jobs and their service years 
are short. But also in the UK “Only this 
company”, that is, those who have no job 
change experience, 88% in the bank, 76% in 
the communication, 58% in the engineering 
accounted for a majority.
　Table 4.5 shows the age at the beginning 
of the manager, but the UK is younger than 
Japan. Britain is not less than 18 years old, 
but Japan is absent, mostly after 21 years old.
　Table 4.6 shows the consciousness about 
the clarity of manager’s career path. In 
Table 4.3 Educational qualifications and entry age for management (%)
Table 4.4 Career mobility and length of service in management
Table 4.5 Age of first management appointment (%)
Table 4.6 Clarity of career paths for management (%)
(1) In Japan, the closest equivalent to O level is graduating from Junior high school at age 15, while A level 
equate to graduating from senior high school.
Source: Storey etal (1997) p.69
Source: Storey etal (1997) p.72
Source: Storey etal (1997) p.72
Source: Storey etal (1997) p.88
 
Lucas Sumitomo NatWest Mitsui Tesco Jusco BT NTT All
Higher wducational qualification
O level or below 10 0 66 0 32 0 27 0 20
A level (1) 7 0 27 8 32 11 10 4 13
Degree 45 73 5 88 36 89 53 64 53
Postgraduate 38 27 2 4 0 0 10 32 14
Age of first full-time job
Under 18 years 23 0 71 0 35 0 52 0 26
18-20years 10 0 20 8 39 4 18 4 13
21years and over 68 100 10 92 27 96 30 96 61
 
Lucas Sumitomo NatWest Mitsui Tesco Jusco BT NTT All
Career mobility (%)
This company only 58 100 88 100 19 82 76 100 78
1 or 2 others 26 0 10 0 42 15 21 0 14
3 or more others 16 0 2 0 38 4 3 0 8
Mean length of service (years) 16 20 27 20 12 17 22 16 19
 
Lucas Sumitomo NatWest Mitsui Tesco Jusco BT NTT All
Under 26 years 31 0 0 0 81 11 54 0 22
26-29years 53 0 7 0 19 46 18 20 20
30-35years 16 18 63 33 0 35 12 68 31
36-40years 0 82 29 67 0 8 15 12 26
 
Lucas Sumitomo NatWest Mitsui Tesco Jusco BT NTT All
Clear 3 10 32 4 23 7 15 8 14
Broadly recognizable 36 28 42 12 35 26 39 68 36
Traces 32 41 24 56 19 52 33 20 34
None 29 21 2 28 15 15 9 0 14
Other reply 0 0 0 0 8 0 3 4 2
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general, there are a lot of proportions 
that Britain is clearer. Although this is an 
interpretation, in the UK, there are not 
many transfers involving changes in jobs, 
so it is easy to see the pass, but Japan 
may be due to circumstances where it is 
difﬁcult to see the path including future 
assignments even if they keep working at 
same company.
　Table 4.7 shows the existence of manager’s 
career plan and whether it is functioning 
or not. There are many proportions that 
Britain responds that career planning 
exists and is functioning.
　Table 4.8 shows the prospects for 
horizontal movement and promotion. 
Both in Japan and the UK, promotional 
opportunities are expected to decrease, 
while horizontal movement is expected to 
increase.
4.3.3 Implications for this study--
　Some implications I can draw from this 
ILM study are as follows.
　Firstly, looking at the degree of 
internalization by indicators such as 
the average length service of years of 
employees and the number of turnover 
jobs, Japan has a longer service year than 
UK, and the proportion of those who have 
not changed job were very high. From here, 
when comparing UK with Japan, it can be 
said that ILM of the UK is somewhat weak.
　Similarly, looking at the degree of 
internalization by indicators such as the 
average length of service years and the 
number of changing jobs, the differences 
among industries are large even in the 
same country. In UK, for example, the 
average length of service in TESCO is 12 
years and the proportion of those without 
job change is 19%, but banks (NatWest) 
Table 4.7 Presence of system of career planning for management (%)
Table 4.8 Perceived trends in horizontal job movement and promotion (%)
Source: Storey etal (1997) p.88
‘Net change’ is the percentage reporting increase minus the percentage reporting decrease. *shows minus.
Source: Storey etal (1997) p.90
 
Lucas Sumitomo NatWest Mitsui Tesco Jusco BT NTT All
Yes and: 3 10 32 4 23 7 15 8 14
  Works very or quite well 36 28 42 12 35 26 39 68 36
  Works poorly or unsatisfuctorily 32 41 24 56 19 52 33 20 34
No 29 21 2 28 15 15 9 0 14
Don’t know 0 0 0 0 8 0 3 4 2
 
Lucas Sumitomo NatWest Mitsui Tesco Jusco BT NTT All
Horizontal job moves
Increase 37 57 75 58 54 48 53 57 56
Same 50 37 20 42 33 30 31 29 33
Decrease 13 7 5 0 13 22 16 14 11
Net change 24 50 70 58 41 26 37 43 45
Promotion opportunities
Increase 26 3 12 20 20 18 21 28 18
Same 52 43 20 36 24 26 30 36 33
Decrease 23 53 68 44 56 56 49 36 49
Net change 3 *50 *56 *24 *36 *38 *28 *8 *31
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have average length of service of 27 years, 
88% without job change. The degree of 
internalization in banks is considerably 
stronger than the retail industry
　Secondly, in terms of horizontality 
movement and promotion prospects, many 
managers see the promotion opportunities 
decrease in both Japan and the UK and 
horizontal movement will increase. For 
promotion opportunities, we expect that 
more than half of managers in banks and 
retailers will decline. In these respects 
there is no big difference between the two 
countries.
4.4 Comparative study of ILM between 
the UK and Japan (2) ――JIL (1998) 
　JIL (1998) conducted a comparative study 
between Japan and the UK targeted large 
enterprises. As a result of investigating 
the mechanism of career formation mainly 
in the university graduate white collar 
workers, the following is clariﬁed
　Firstly, as a result of investigating 
whether or not he / she has changed job 
experience, the UK has more experiences 
of job changes. Speciﬁcally, in the case 
of stuffs in accounting department of a 
large established manufacturer, all seven 
accounting departments in Japan had 
0 job change experiences, but in the UK 
accounting all 8 employees had experience 
of changing jobs.
　Second, looking at the width of the career, 
that is, the range of horizontal movement, 
Japan and Britain both ﬁt into almost one 
job, but Japan is slightly wider.
　Thirdly, looking at the timing of vertical 
movement of carriers, the ﬁrst screening is 
later in Japan. Looking at the marketing 
department of the supermarket in the 
case, in the case of the UK, there is the 
ﬁrst selection after two to three years 
since joining the company. A plateau stage 
at which more than half of the cohort 
employees will lose any further prospect 
of promotion or upgrading, appear 8 to 9 
years after joining the company. On the 
other hand, in the case of Japan, the ﬁrst 
selection is 7 to 8 years and plateau stage is 
about 20 years after entering the company, 
both selection stages are later than in the 
UK.
　Fourth, there are many in Japan who are 
experiencing grand work such as works in 
factories, branches, or sales ofﬁces.
　Fifth, looking at the entrance to the 
internal labor market (intake point), Japan 
has adopted a new university graduate. 
In the UK, in the case of established 
large enterprises, a combination of new 
graduate recruitment (new school leaver) 
and mid-career recruitment (mid-career 
recruitment) is combined, but in the case 
of a rapidly growing company, mid-career 
Recruitment) only, and it is screening 
relying on occupational qualiﬁcation.
　These observations are in common with 
Storey et al. (1997) in that British white 
collar has more chances to change jobs.
4.5 Transformation of ILM structure (1): 
change of HRM in traditional large 
firms
　We have surveyed at Japanese and 
English comparative studies in the 1990s, 
but below we will look at the studies that 
observed changes in ILM in the 2000s. 
Grimshaw, Ward, Rubery and Beynon 
(2001), D. Grimshaw, H. Beynon, J. 
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Rubery, and K. Ward (2002), H. Beynon, 
D. Glimshaw, J. Rubery, and K. Ward 
(2002) Clariﬁed changes in human resource 
management (HRM) in the UK’s traditional 
large enterprises from the late 1990’s 
through the early 2000, namely banks, 
city halls, health industry, newspaper 
companies, pharmaceutical industry, 
retail industry, telecommunications 
industry. Specifically, Grimshaw, Ward, 
Rubery and Beynon (2001) made clear by 
case studies, focusing on (1) recruitment 
into a permanent job, (2) steady career 
progression from low skilled to high skilled 
positions, (3) internally integrated and 
transparent pay structures, (4) protection 
against layoffs, (5) On-the-Job Training. 
The targeted industries were banks, city 
halls, retail trade, telecom.
　In conclusion, the traditional ILM is 
being eroded against the background 
of organizational restructuring. (1) 
Decrease recruitment of permanent 
regular employees due to high use of 
agency workers. (2) Delayering of job 
ladders with the shift from branch to 
call centre banking, training policy of 
horizontal multiskilling. (3) The internally 
integrated transparent pay mechanism 
is separated for each workplace, and 
even if the integration is maintained, the 
cost has been reduced. (4) With regard to 
protection from layoffs, although there was 
no compulsory dismissal, staff relocation, 
freezing recruitment, and advanced 
utilization of temporary staff were carried 
out. (5) With regard to OJT, training 
on call center staff with NVQ training, 
proposals for self-development, training 
between departments among departments, 
training through formal OJT at individual 
responsibility, a one week shortening of the 
training period, etc. were conducted.
　“Longstanding pronciples associated 
with a ‘classical’ model of an internal 
labor market structure have either been 
overturned, or, where maintained, raise 
new arears of conﬂict and contradiction in 
the context of a transformed set of external 
conditions.” (Grimshaw et al., p.50)
4.6 Transformation of ILM structure 
(2): New Organizational Forms and 
Changing Managerial Careers in 
Japan, the UK, and USA
　Hassard et al (2012) revealed the 
careers of large enterprise managers in 
the 2010’s, by International Comparative 
Study between Japan, the U.K and the 
US. They conducted formal interviews 
with 26 companies (9 companies in Japan, 
10 companies in the US, 7 companies in 
the UK) to examine how the mechanisms 
of career formation of managers are 
changing. In conclusion, “organizations 
had downsized and delayered, with 
hybrid structural forms emerging. Career 
prospects were diminished, with fewer 
vertical promotions and a greater emphasis 
on lateral ‘development’” (p.511). 
　What matters is that downsizing and 
restructuring vary with country. “US 
organization relied most heavily on 
compulsory redundancies, with some 
ﬁrms adopting a system of ‘forced ranking’ 
known as ‘rank and yank’, where the lowest 
10 percent performing managers were 
made redundant every year” (p.582). “A 
feature of downsizing was that compulsory 
redundancies were rare in Japan, with 
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companies relying instead on dramatic 
hiring reductions, early retirement, and 
shukko transfers of older managers to 
affiliates (often on inferior terms and 
conditions)” (p.582).
　If downsizing does not necessarily imply 
organizational restructuring, delayering 
certainly does. “In Japan, delayering was 
prominent in manufacturing ﬁrms, with, 
for example, 2 of 5 layers being taken out in 
one and 4 of 7 in another” (p.582). 
　In this way, a horizontal and flat 
organization that is different from 
the conventional vertical multilayer 
organization emerges. With a somewhat 
reduction in the number of people, because 
the vertically extended organization 
becomes a sideways extension, the job 
functions become hybrids (hybridization), 
the control span of the manager expands 
and the role increases. However, as 
promotion opportunities are decreasing, 
pay and carriers are less likely to rise 
and the career will expand horizontally. 
For example, in the case of steel industry 
in Japan, “formerly c.80-90 per cent of 
managers would reach the top two payment 
grades and c.45 per cent be promoted 
to Bucho-level. Under the new system, 
however, the approximate figures were 
40 per cent and 10 per cent, respectively”. 
And “time taken to achieve promotion, 
traditionally long, had been reduced 
across ﬁrms” (p.586). These developments 
had made a major impact on the nature 
of managerial work and roles. Many 
managers saw that “traditional supervision 
and management duties were frequently 
combined with a new expert role and 
project management tasks” (p.582).
　In this way, it can be said that the 
pictures of changing ILM structure showed 
by Hassard et al (2012) were similar to 
that of Grimshaw et al. (2001) in the sense 
that the upper part of the traditional ILM 
structure was compressed and ﬂattened, 
and the vertical career progress or 
promotion was stagnant.
4.7 Survey on recent trend of graduates 
　It is debatable whether graduate labor 
market will be ILM or not. 
　However, we can argue that graduate 
labor market will be ILM.
　Firstly, some of them are not OLM 
in terms of this paper’s criteria that 
apprenticeship is fundamentals of OLM.
　Secondly, the best way to discern 
graduate labor market will be ILM or 
not is to examine the length of service of 
graduates, but unfortunately there is not 
these data in labor force survey in the UK. 
　Thirdly, therefore, we can regard 
the existence of recruitment system of 
graduates by major ﬁrm as an evidence 
of ILM. According to Doeringer and Piore 
(1971), ILM exist when ﬁrms establish a 
set of HRM rules and procedures, such as 
recruitment, lateral and vertical movement, 
and in-house training, and ILM connects 
external labor market through port of 
entry. Therefore, in this paper, by looking 
at the initial career including recruitment 
of new college graduates, we examine what 
the lower part of ILM is 14）.
4.7.1 Definition and trends of graduates 
　In the report titled “college graduate 
labor market in 2016”, it is deﬁned as 
a graduate student, “A person who has 
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completed education with qualifications 
above the A level, including graduates of 
higher education and degree holder”. The 
number of graduates has increased steadily, 
which was 17% of the total population in 
1992, to 38% in 2013. Following documents 
are quoted from “the graduate market in 
2016” 15）. “For the purposes of this report 
we use the word “graduates” to refer to 
those people who have left education with 
qualiﬁcations above A level standard. This 
includes those with higher education and 
those with degrees”.
　“The percentage of the population classed 
as graduates has been rising steadily from 
17% in 1992, to 38% in 2013. This may be 
also due to the fact that all citizens are 
receiving higher education and reﬂecting 
the policy to induce in such a direction 
that no unqualified person exists (“All 
young people go to university or go to the 
apprenticeship”). In fact, the enrollment 
rate of university, which was less than 10% 
in the 1970s, has now increased to 50%. 
Ironically, however, it also contributed to 
the decline of the Apprenticeship.
4.7.2 The existence of recruitment 
system for new graduates
　It is already seen in the 1990 study 
that there is something like a career path 
for the ﬁrst few years after adopting a 
college graduate (Conner et al., 1990). This 
indicates that career management is being 
done in the initial career of the college 
graduate, and in that sense it implies that 
at least the entrance of ILM (lower level 
entry points) exists
　In other words, the initial career path 
after joining a college graduate student 
is a path (usually 4 years) where a high-
potential student becomes a manager 
through a general management scheme, 
a professional scheme (usually 3 years) 
that emphasizes expertise, Beside that 
there is a scheme with short scheme (one 
year and a half). As already in 1990, the 
need for recruitment of college graduates 
of companies is high, so interest in 
development of programs focusing on 
recruitment and consolidation has been 
raised
　Regarding recent recruitment practices 
of college graduates, it has been reported 
that recruitment of graduates has been 
increasing recently, and that more than 
90% of UK major companies provide some 
work experience opportunities such as 
paid internships. Speciﬁcally, it has the 
following description.
　Following sentences are quoted from 
The Times Top 100 (2016). These suggest 
the existence of rule of the port of entry 
into where new graduate leavers enter into 
ILM.
“ ・More than 90% of the UK’s leading 
graduate employers are offering paid 
work experience programmes for students 
and recent graduates during the 2015-
2016 academic year - an unprecedented 
14,058 places are available.
・ Three-quarters of employers provide paid 
vacation internships for penultimate 
year students and at least half offer 
industrial placements for undergraduates 
(typically lasting 6-12 months as part of a 
university degree course).
・ Increasing numbers of employers now 
also have work experience places for ﬁrst 
year undergraduates - over a quarter of 
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organisations offer paid internships and 
two-ﬁfths of employers run introductory 
courses, open days and other taster 
experiences for ﬁrst year students.”
　In this way, there is a graduate training 
scheme from recruitment, and there are 
things like initial career management 
for three to four years after joining, but 
after that, it is not rare those who change 
jobs 16）.
　“In the UK, career management is the 
only initial three to four years. After being 
employed as an internship in college days, 
there is a training scheme after that, but 
most college graduates become managers 
around 3-5 years after entering ﬁrms 17）. 
Surely, it depends on firm’s size and 
sector. After that their careers vary with 
individual. Surely, some graduates retain 
the ﬁrm for long time after entering, some 
exit from the ﬁrm and move into other 
ﬁrms. These labor market ﬂuidity in initial 
career stage is called ‘graduate chune’ 18）” 
　Indeed, there are many job turnovers 
after joining a college graduate, and there 
is data that 20% will be leave in 2 years 
and 50% will be leaving for 5 years (Connor 
et al., 1990, p.16). There is also a study 
that ﬁve years after joining a university 
graduate, the job separation peaks (Parsons 
1985).
　In other words, there is a job entry for 
ILM and there are things like the initial 
career scheme of a new college graduate, 
but the subsequent career is quite ﬂuid. 
This is consistent with the data that there 
are a lot of chances to change jobs in the 
UK in 4.3 and 4.4.
4.7.3 Comment 
　From the review so far, major UK 
companies adopt new graduates regularly. 
Also, it is becoming common practice to 
have a working experience such as a paid 
internship ranging from the student days 
(from the ﬁrst year in the early days). 
There is data such as leaving about 25% in 
one year, getting off 50% in 5 years, etc. It is 
inferred that liquidity is high after joining 
the company. In that sense, the lower part 
of ILM is formed, but the subsequent career 
can be said to be rather shallow.
4.8 Comments of assessment of ILM in 
the UK
　We would four comments about ILM in 
the UK from reviewing literatures.
　Firstly, even in the UK, there are about 
30% long-term workers, and the proportion 
has not changed signiﬁcantly in the past 10 
years and it has been stable.
　Secondly, in terms of ILM structure, 
it can be said that the degree of 
internalization in the UK is somewhat 
shallower than that of Japan in terms of 
the retention of the initial career, and the 
percentage of managers who have changed 
jobs.
　Thirdly, the organization structure 
has been delayered due to recent 
organization restructuring and downsizing. 
Opportunities for career promotion in 
traditional large corporate managers are 
decreasing, and horizontal movement is 
emphasized increasingly instead. In that 
sense the growth of the carrier to the top 
is constrained and the top of the ILM is 
thinning. This is a common trend between 
Japan, the US and the UK.
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　Fourth, the number of college graduates 
has increased recently, and it is inferred 
that the initial career path of internship 
experience from undergraduate age, 
training skills after joining, and manager 
inauguration in the next few years are 
becoming commonplace. In that sense the 
lower part of ILM is formed.
　To summarize the structure of ILM, it 
will be as shown in Figure 4.1.
　Anyway, we should study further in 
this issue, conducting case study of career 
structure in large ﬁrms. 
5 Conclusion and some implications
　Below, let’s discuss the implications by 
summarizing the considerations so far.
5.1 Summary 
　R e g a r d i n g  t h e  t r e n d  o f  t h e 
Apprenticeship (=OLM), looking at 
researchers’ evaluations, it cannot be said 
that they have worked so well so far. In this 
note, we pointed out the following three 
points that the apprenticeship did not work 
well.
　Firstly, background of the decline of 
apprenticeship lies in free-riding and 
poaching by employers, which creates a 
lack of employer’s commitment.
　Secondly, weak involvement of employers 
may lower the evaluation of the system and 
create division between academic education 
and vocational education. At this moment 
it is impossible to instant if Post-16 Skills 
Plan can be a measure to overcome.
　Thirdly, to overcome poaching or lack of 
employer’s commitment needs that they are 
enforced to share with training cost as well 
as employer’s commitment, which That 
eventually leads us to how to build social 
partnerships. Whether apprenticeship as 
foundation of OLM work well will hinges 
on social partnership between employers, 
workers or unions and government.
　2 Regarding the trend of ILM, the 
following was pointed out. 
　Firstly, even in the UK, there are about 
30% long-term workers, and the proportion 
has not changed signiﬁcantly in the past 10 
years and it has been stable.
　Secondly, in terms of ILM structure, 
it can be said that the degree of 
internalization in the UK is somewhat 
shallower than that of Japan in terms of 
the retention of the initial career, and the 
percentage of managers who have changed 
jobs.
　Thirdly, the organization structure 
has been delayered due to recent 
organization restructuring and downsizing. 
Opportunities for career promotion in 
traditional large corporate managers are 
decreasing, and horizontal movement is 
emphasized increasingly instead. In that 
sense the growth of the carrier to the top 
is constrained and the top of the ILM is 
thinning. This is a common trend between 
Japan, the US and the UK.
　Fourth, the number of college graduates 
has increased recently, and it is inferred 
that the initial career path of internship 
experience from undergraduate age, 
training skills after joining, and manager 
inauguration in the next few years are 
becoming commonplace. In that sense the 
lower part of ILM is formed. Then, the 
composition summarizing these is shown in 
Figure 4.1. Besides that, we can point out 
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the following
　Fifth, the percentage of long-term 
employees over the last two decades has 
been stable, which means that the ILM 
in the UK has not changed. On the other 
hand, it is also pointed out that there has 
been a big change in the ILM structure. 
How do you think about this? Although it 
is reasoning, it is not always contradictory 
that the proportion is constant and that 
there has been a big change inside. In 
other words, referring to Figure 4.1, the 
upper part of the ILM became ﬂat due to 
the delayering, but it may have expanded 
horizontally accordingly. Then, it maintains 
the ratio of long-term service managers 
with a slight decrease. It is consistent 
with the conclusion that the movement 
of a person is not vertical but horizontal. 
But within ILM there would have been 
qualitatively big changes. Indeed, it is 
pointed out that the widening of the 
disparity between managerial upper 
and lower level pay and fringe beneﬁts 
(McGavern etal, 2007, p.95) has been 
pointed out 19）. Also, Grimshaw etal (2002, 
p.89) points out “winner-takes-all 'career 
path” 20）.
　Sixthly, from the viewpoint of this 
report’s interest, the important point is 
that under such pressure, it seems that 
white-collar career in large firms will 
be like a boundaryless career by Arthur 
Rousseau et al. (Arthur and Rousseau, 
1996). As for this, Beynon et al. (2002) said, 
“Certainly managers’ careers are beyond 
the boundaries of the organization, but it is 
negative in the sense that most careers are 
downward movements rather than upward 
movements” (Beynon et al. 2002, p.304). 
Hassard et al. (2012) point out as follows. 
“It is not so if managers are actively 
working on developing” boundaryless "as 
the literature says. Indeed, many of the 
managers’ careers are “bounded” (Hassard, 
etal, 2012, p.591) by a number of factors 
including location, spouse’s occupation, 
family responsibility, work-life balance.
5.2 Some implication
　The main theme of this report is the 
relationship between OLM and ILM, which 
can be seen as the problem of allocation 
of OLM and ILM in the whole labor 
market. Even if we do not foresee what 
OLM, ILM will be in the future, OLM has 
declined at least as a trend so far, ILM 
has also declined. It is not good as it is, it 
is necessary to complement the decline of 
ILM with OLM. This is the implication for 
Japan. Before discussing what to do, there 
seems to be many issues to think about. 
We would like to point three regards below, 
including the meaning of future research 
subjects.
　(1) The ﬁrst regard that is caused by 
decline of OLM is shortage of intermediate 
skilled workers. The foundation of OLM 
was the apprenticeship. Background to 
the decline of the apprenticeship was 
higher education, the number of students 
who advanced to university increased. 
Talented young people go on to university 
and apprenticeship is a limited choice for 
young people with low academic ability. 
This is one aspect of lowers status of the 
apprenticeship, or evaluation of VET. 
On the other hand, college graduates 
have aspects that can contribute to the 
strengthening of ILM, but there are also 
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voices pointing out “over-qualification” 
(degree) due to too many tertiary educators. 
Uncertain trends on the demand side 
also increase the demand for precarious 
employment and make it unnecessary 
for high skill holders who have received 
academic education. Among them, the 
increase in so-called ‘gig-economy’ or 
‘precarious work’ cannot be missed 21）. In 
other words, there is not all the job that 
matched graduates like “Deliveroo”, a 
rapidly growing independent contractor. 
even if they have degree. This is a problem 
that the enhancement skill level on the 
supply side does not necessarily match the 
demand side, and as university graduates 
increase to generate ‘over-qualification’ 
(M.Brynin 2002; Green 2013) 22）, while 
it is an issue that personnel receiving 
vocational education and training become 
insufficiently supplied and intermediate 
skill-shortage problems arise.
　Thelen (2014) presents that tertiary 
education attainment among CME 
countries (Coordinated market economy, 
hereafter CME) like Germany or Austria 
have not so much increased than that of 
LME (Liberal Market Economy, hereafter 
LME) like Canada or the UK. In the case 
of Germany, tertiary education attainment 
of 55-64 years old is 25%, while 25-35 years 
old is 26%, which are not so deferent. 
On the other hand, in the UK, tertiary 
education attainment of 55-64 years old 
is about 30%, but the ﬁgure of 25-35 years 
old have increased to 45% (Thelen, 2014, 
p.81). In other words, the tertiary education 
ratio has rapidly increased recently in the 
UK. Incidentally, Japan is the somewhat 
exceptional country that is not LME but 
CME, but in which 25-35 years old tertiary 
education attainment of 25-35 years old has 
increased to 56%, while the ﬁgure of 55-64 
was 28%. tears old rather exceptional that 
is not LME but CME. 
　In other words, sophisticated expertise 
and skills such as college graduates are 
required to a certain extent in society, but 
demand for craft skills and intermediate 
skills certainly exists in society. Actually, 
in CME countries where VET and 
apprenticeship are functioning well, the 
number of graduates who have completed 
higher education has not increased so 
much. In that sense, there is room to match 
the supply and demand needs by enriching 
vocational education (Bosch and Charest 
2010, pp.22-23). In fact, policy responses of 
this point are considered. The Post-16 Skills 
Plan mentioned above is one of the policy 
measures to make vocational education as 
attractive as academic education.
　This issue is the subject of this note 
in the sense that it has similarity with 
the argument that “There are too many 
Japanese universities (live) in the 
international view” which is discussed in 
Japan.
　(2) The second regard is a problem of 
“short-termism” viewpoint of employers 
which has been an obstacle to ILM and 
OLM. Poaching ﬁshing" or “free riding” 
acts, it is said to be lack of involvement 
in the apprenticeship training, which has 
something to do with the shareholder-
oriented corporate governance peculiar 
to LME like the UK-type free market 
economy is affecting. Pendleton and Gospel 
(2004), who tried international comparison 
of corporate governance and found British 
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characteristics in a relationship formed 
between shareholder investors and 
corporate managers, argues : “Features of 
the company-investor relationship gives 
managers more autonomy to devise their 
labour management strategies than the 
critiques of the UK system of goverbance 
generally imply. As a result, major investors 
will support ‘high-cost’ labour management 
practices, including high levels of training 
where management can demonstrate that 
is appropriate for the deliverry of future 
returns” (pp.79-81). Actually, Deakin et al 
(2002 introduce companies adopted social 
partnership approach. It is too big issue 
to discuss in this report that cooperate 
governance of UK companies will be in the 
future, but it can be important challenge 
in the context of how investor’s attitude 
toward human resource development will 
be in the future in the UK.
　(3) The third regard is issue how social 
partnership as important basement of 
OLM will be in the future. Functioning 
apprenticeship requires ‘institutional 
infrastructure to support it, but it is lacking 
in the modern UK, so UK needs "poaching 
inhibiting institutional infrastructure 
(eg adjustment mechanism of wage 
determination, maturity of a solidarity user 
organization, collaborative labor relations, 
etc.) ‘(Inagami, 1997, p.244).
　According to comparative study about 
VET between CME and LME, VET system 
in particular apprenticeship approach is 
deeply embedded in the social context such 
as labor market and industrial relations 
(Bosch and Charest, 2008; 2010). Other 
words, “It is not possible to understand 
such different developments by focusing on 
the internal dynamics of VET” (Bosch and 
Charest, 2008, p.428). According to them, 
the main reason why CME (Germany and 
Denmark) successfully modernized VET 
and succeeded in responding to diverse 
needs was basement of social partnership 
in which government, employers and 
labor union control industrial relations, 
welfare state, income distribution, product 
market. Conversely, LME countries such 
as the United States and Canada did not 
activate apprenticeship. In a decentralized 
labor-management relationship that 
characterizes these countries, there is 
no cross-national level actor to support 
industry-specific unions, individually 
narrowly specialized occupations, industrial 
special user groups. They do not consider 
Britain directly, but it is an LME country 
that is in line with the United States and 
Canada, and this point is also true of 
Britain in the sense that social partnership 
is immature. By the way, Japan is 
classiﬁed as a CME country and sometimes 
referred to as “moderate administrative 
corporatism”, but the union density and 
the coverage of collective bargaining, which 
is the foundation of labor relations, are 
lower than in the UK (2010 in the UK, the 
union density is 27.1%, Japan is 18.4%, 
coverage of collective bargaining is 31% 
in the UK and 16% in Japan) and tend to 
decline. In that sense there is a possibility 
that it will face the same challenge as 
Britain, the decline of social partnership. 
In these circumstances, Japan has nothing 
to do with the big problem of how OLM 
complementing ILM’s decline or how to 
construct functionally equivalent system.
　Although this issue is beyond the scope 
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of this note, of course, it will be a future 
research topic in the sense of consideration 
of the foundation of apprenticeship working 
well.
　The above will be informative to Japan 
that needs to supplement narrowing 
coverage of ILM ’s with something 
functionally equivalent system to OLM. 
Further discussion is to be made for future 
work.
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  Endnotes
1） We share with following stand point of view. 
“Vocational training institutions occupy a central 
role in most characterizations of the various 
political-economic systems. ・・The acquisitions of 
skills and investment in human capital are seen 
by many economists as “an engine of growth”, 
and deemed to be “absolutely central to countries 
growth performance”. Several studies point to a 
strong link between skills and productivity.Cf. 
Thelen (2004,p.8).
2） cf.Inagami (1997,p.230)
3） Sato (2011) analyzed the labor market consisting 
of those who were able to change a job with 
upgrading or wage increase as OLM.
4） The government reform plan about apprenticeship 
has been launched on July in 2016, as the name of 
“Post16 Skills plan” with purpose of enrichment 
of vocational training after 16 years old, providing 
college course and apprentice course in the 15 
occupational areas, and aiming at simplification 
of certiﬁcates. 
 Further progress of this policy plan will be one of 
challenges of apprenticeship in the UK.
5） cf. Japan Institute for Labor Policy and Training 
(2009)
6） cf. retrieved from CIPD, 2016, Where next 
for apprenticeships? Policy Report, (https://
www.c ipd.co .uk/Images /where-next - for-
apprenticeships_2016_tcm18-14292.pdf)
7） Fuller and Unwin pointed that among the three 
model elements of apprenticeship, which are (a) 
as elements of learning, (b) elements that respond 
to user needs, and (c) useful models for national 
policy), government led YTS has strengthened (c) 
element, but (a) has been retreated (Fuller and 
Unwin, 2009).
8） There may be debatable about evaluation of 
NVQ. The Japan Institute for Labor Policy and 
Training (2004, p.1) gives a good evaluation 
that “because the structure is improved, the 
quality of instructors has been secured, it is 
functioning well.” However, the evaluation of 
British researchers is not necessarily pleasant. 
For example, They are evaluating only the 
measurable elements. NVQ is costly to the 
employer, so that they needs to redesign the 
system while focusing on the field line manager 
rather than the evaluator (Marchington and 
Willkinson, 2012, p.266 - 7).
9） cf. (https://en.wikipedia.org/wiki/Leitch_Review)
10） cf. CIPD, 2016, “Where next for apprenticeships?” 
Po l i cy  Report ,  ( re tr ieved  f rom https : / /
www.c ipd.co .uk/Images /where-next - for-
apprenticeships_2016_tcm18-14292.pdf)
11） cf.CIPD Policy Report, (2016 June) “Employer 
view on the apprenticeship levy” (retrieved from 
https://www.cipd.co.uk/Images/employer-views-
on-the-apprenticeship-levy_2016_tcm18-14304.pdf)
12） Source is same as note 9.
13） Department for Education, July 2016, Post-16 
Skills Plan, (retrieved from https://www.gov.uk/
12_佐藤_Vol15-1.indd   187 17/11/20   15:55
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government/uploads/system/uploads/attachment_
data/ﬁle/536043/Post-16_Skills_Plan.pdf).
14） In fact, graduate recruitment in English may be 
translated as a new graduate recruitment. The 
existence of new graduate recruiting practices 
and rules can be seen as the formation of ILM by 
deﬁnition.
15） cf. retrieved from http://www.agcas.org.uk/assets/
download?ﬁle=5637&parent=1313
16） I heard from Francine (Sulford University), who 
is familiar with the employment problem of 
university students. Hearings were conducted 
at the Manchester University Business School 
Collaborative Laboratory between 10 o’clock and 
11 o’clock on September 21, 2016.
17） By the way, the story “Many university graduates 
become managers in the middle of the early 
twenties,” was somewhat surprised, but "The 
position of the manager is heavy in Japan, and in 
the case of the section manager it is the case that 
it is in the late thirties “Many people in the UK 
are managers who do not only manage but can 
manage it even if they cannot do business” in the 
author’s question. Japanese managers are said to 
be playing managers who are both practical and 
administrative, but this may be reflected. I also 
asked Arjan of Manchester Business School the 
same question, but it was similar answer.
18） “Why does one university student in four people 
quit the company within one year after starting 
work?” Telegrapf, see the article on December 
30, 2016. Alan Tovey explains. “Since university 
students do not want to make holes in CV (resume) 
after graduation, they are employed in hurried 
jobs and are assigned to jobs that do not often 
match. As a result, roughly one-quarter graduate 
students graduated will quit within a year 
and this is nothing new recently.” (http://www.
telegraph.co.uk/finance/jobs/11045445/Why-do-
1-in-4-graduates-quit-within-a-year-of-starting-
work.html) 5th January 2017 retrieved.
19） McGavern etal (2007) 's explanation for senior 
managers gaining high pay and welfare beneﬁts 
is “it is difficult to monitor their jobs and have 
high-value and corporate speciﬁc skills for users”.
20） A workforce composition consisting of a very small 
number of senior managers / section managers 
(2% and 4% respectively in retail cases) and a 
large number of general assistants (95%) has been 
shown (Grimshaw etal, 2002, pp.96-7).
21） According to estimates by McKinsey Global 
Research Institute, “20% to 30% of Americans 
and Europeans workers are self-employed” 
phenomenon called “gig” economy (McKinsey 
Global Institute reported ‘World’s’ gig Economy 
‘larger than thought’ Financial Times 2016/10/10). 
For precursory work (Causes, Consequences and 
Counter-measures, by Fair WRC = Concerns 
about ad-hoc and unstable labor including Zero 
Hour Contractor (ZHC)). In addition to EWERC 
(April, 21st - 22st, 2016), see Grimshaw etal (2015) 
etc. From 2005 to 2014, the proportion of self-
employment rapidly increased, occupying more 
than 15% of the total labor force population in 
April-June 2014, and ZHC also roughly 0.5% 
(about 1 million) in 2004, but it increased to 2.3% 
(about 7.5 million people) by 2015 (Grimshaw et 
al. 2015, pp.13 - 15).
22） Green shows that the rate of increase in tertiary 
education exceeds the rate of increase in high 
skilled jobs, indicating “over qualifications” in 
the UK and Germany (F. Green 2013, pp.130-
1). On the other hand, there is also a view that 
denies “over-qualification” under mass higher 
education. According to Ellias and Purcell (2004), 
the wage premium for university graduates is still 
maintained, and the contents of education and 
skill requirements are said to ﬁt.
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Labor Market in the UK will be ILM or OLM? :
Review on international comparative studies
　Main focus of this paper is process of skill 
formation, surveying previous literatures 
on Internal Labor Market(hereafter 
abridged as ILM) and Occupational Labor 
Market (hereafter abridged as OLM), 
particularly focusing on international 
comparative study.
　There are some previous studies 
concerning this theme by Japanese 
scholars, such as Inagami (1997), The 
Japan Institute of labour (2003), The Japan 
Institute for Labour Policy and Training 
(2009), Ueda (2007), Syokugyodai (2011). 
However, these discuss mainly the process 
and structure on vocational education and 
training (hereafter VET) as foundation of 
OLM, but they don’t have a perspective on 
ILM. On the other hand, as regards ILM, 
there are some case studies on career and 
skill formation about white-collar career in 
large ﬁrms, such as The Japan Institute of 
labour (1998), Koike et al. (2002), but they 
don’t have a perspective on OLM.
　Characteristics of this paper is to discuss 
recent trend of ILM and OLM as well as 
explore political implication for challenges 
labour market in Japan are facing now, 
resting on framework by Rubery and 
Grimshaw (2003) which classifies the 
UKs labour market as ‘market-led weak, 
weak ILM/weak OLM approach’ from 
international perspective.
　There are similarities between Japan and 
the UK, where both countries may have 
some challenges about not only connection’s 
issues from school to work, but also 
problems about increasing of nonstandard 
workers and declining ILM. However, 
there are some differences in directing 
policy between two countries. In the UK, 
there may be political intention to vitalize 
apprenticeship system as a fundamental 
of OLM, so as to complement weakening 
ILM. In Japan, this political idea seems 
weak, although there is certain amount of 
policies in Japan. Therefore, we will need to 
examine how recent situation of OLM and 
ILM in the UK is, and to analyze which 
challenges they face and what similarities 
and differences between Japan and the UK. 
　Being led by these interests, this paper 
will review concept of OLM and ILM 
through some previous studies, then 
present framework of this paper at section 
2. Section 3 examines trend of OLM, 
focusing on apprenticeship system, and 
section 4 surveys previous studies about 
ILM, comparing with Japan. Lastly, this 
report will make a conclusion about our 
main ﬁndings, and discuss some political 
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implication we will expect from our ﬁndings 
at section 5.
　Conclusion and implication are as 
follows.
　1  Regarding  the  trend o f  the 
Apprenticeship (= OLM), looking at 
researchers’ evaluations, it cannot be said 
that they have worked well so far. In this 
paper, we pointed out the following factors 
that the apprenticeship did not work well.
　Firstly, background of the decline of 
apprenticeship lies in free-riding and 
poaching by employers, which creates a 
lack of employer’s commitment.
　Secondly, many apprentices or FE 
students on vocational courses are often 
unable to obtain the necessary work 
experience to obtain employment, which 
lower evaluation of VET system and create 
division between academic education 
and vocational education. So, at present, 
it is difﬁcult to judge whether Post-16 
Skills Plan can be an effective measure to 
overcome this division or not soon.
　Thirdly, apprenticeship depends on stable 
employment relations. One of important 
reasons for lack of employer commitment 
is the changing structure and labour 
process and the nature of the employment 
relationships.
　Fourthly,  overcoming poaching, 
employer’s short-term interests, unstable 
employment relations need to build social 
partnerships. Whether apprenticeship as 
foundation of OLM work well will hinges 
on social partnership between employers, 
workers or unions and government.
　2 Regarding the trend of ILM, the 
following was pointed out. 
　Firstly, even in the UK, there are about 
30% long-term workers, and the proportion 
has not changed signiﬁcantly in the past 10 
years and it has been stable.
　Secondly, in terms of ILM structure, 
it can be said that the degree of 
internalization in the UK is somewhat 
shallower than that of Japan in terms of 
the retention of the initial career, and the 
percentage of managers who have changed 
jobs.
　Thirdly, the organization structure 
has been delayered due to recent 
organization restructuring and downsizing. 
Opportunities for career promotion in 
traditional large corporate managers are 
decreasing, and horizontal movement is 
emphasized increasingly instead. In that 
sense the growth of the carrier to the top 
is constrained and the top of the ILM is 
thinning. This is a common trend between 
Japan, the US and the UK.
　Fourth, the number of college graduates 
has increased recently, and it is inferred 
that the initial career path of internship 
experience from undergraduate age, 
training skills after joining, and training 
scheme for graduates in the next few years 
are becoming commonplace. In that sense 
the lower part of ILM is formed.
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